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This study examined the contribution of motivation to teachers’ job satisfaction in Tanzania public primary school. The study was guided by three objectives, including identifying the motivational strategies established for primary school teachers in public schools; to examine the impact of motivational strategies on teachers’ job satisfaction and to identify the key determinants of teachers’ job satisfaction. The study employed different tools whereby questionnaire, interviews and focus group discussions were used as tools for data collection. Findings revealed that primary teachers in Morogoro Municipality are dissatisfied with their job due to the established motivation strategies not being effectively applied. The motivating factors like salary increments, teachers’ houses, overtime allowances and free meal are lowly provided to the extent of demotivating teachers towards their job. Also the study revealed that the established motivational strategies for teachers are essential in activating teachers’ job satisfaction.  Lastly, the study revealed that majority of primary teachers are motivated when they have high salary, good environment for T/L process, promotion and allowances on time. The study recommends that in order for the teachers to be satisfied with their job, several motivating factors should be provided by the government including: high salary, good living environment, timely  promotion, timely allowances, and availability of teaching and learning resources that should be provided on time. Also, the study recommends that the government should review the salary structure, incentives and fringe benefit package to teachers. Lastly the study recommends that teacher-student ratio should be lowered by employing more teachers so that number of teachers should be proportional to the number of students.
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1.0 BACKGROUND AND STATEMENT OF THE PROBLEM
1.1 Introduction 
This chapter is introductory. It is divided into several parts/areas. These areas include the background information to the study, statement of the problem, research objectives in their generality and specific aspects, significant of the study, limitation and delimitation of the study. The chapter also presents the conceptual framework to show the relationship of the variables of the study. 

1.2 Background to the Study
Job satisfaction is the phenomenon that is not new in all organizations, especially those that intend to use their employees and other human resources to meet their objectives (Ngimbudzi, 2009). Nowadays, job satisfaction has caught the attention of the owners and management of the organizations due to its importance to the development and growth of businesses. In the same ways, the issue of job satisfaction is one of the areas that have drawn interest among scholars worldwide in both developed and developing countries. Recent national and international studies carried out in a number of countries have drawn attention to the degree of job satisfaction among teachers (Zembylas & Papanastasiou, 2006; Filak & Sheldon, 2003). It is thus contended by Kimaro (20150) that job satisfaction is very crucial and fundamental for any organization to achieve its goals and missions.

Bishay (1996) makes an argument that portrays teachers as important and fundamental people at all levels in the society. According to the argument, teachers can determine the current and future development of the nation. That is why efforts are consistently made at both national and international levels to make sure that teachers at all levels of learning are satisfied in order to create and have the generation that is dependable for the development of the societies. Shah et al. (2012) stipulated that teachers also have a critical role to play in supporting development activities in the wider community. 

However, Bennell & Akyeampong (2007) give the critical findings that indicate that teachers, especially those in primary schools in Sub-Saharan Africa have low levels of job satisfaction. The study gives the arguments that these teachers are dissatisfied because they are not motivated. The study shows the close relationship between job satisfaction and motivation. Several studies have put it clear that teacher job satisfaction for primary school teachers are mostly dissatisfied because of a number of factors that stem from the environment and these factors are different from those in developed countries where most of the teacher job satisfaction researches have been carried out (Koutelios, 2001; Zembylas & Papanastasiou, 2006; Bennell and Akyeampong, 2007; Ilham, 2009). 

Dinham and Scott (1998) identified eight factors that determine teachers’ job satisfaction namely: school leadership, climate, decision-making; merit promotion and local hiring; school infrastructure; school reputation; status and image of teachers; student achievement; workload and the impact of change; and professional self-growth. Other studies conducted in Malawi conclude that the overall levels of teacher job satisfaction and motivation are low in both primary and secondary schools. In particular, teachers are highly dissatisfied with their remuneration and other conditions of service (Kadzamira and Chibwana, 2000; Kadzamira et al, 2001; Tudor-Craig, 2002; Chimwenje 2003; Moleni and Ndalama 2004).

In Tanzania, the level of quality and quantity of services provided by the public sector organizations have been deteriorating due to poor performance, inefficiency and corruption, according to Therkildsen (2000). In different times there have been some condemnations that primary school teachers, especially in public schools like other workers in the public sector, do not work effectively and produce effectively because they lack motivation. Mkisi (2008) presents the argument that lack of efficiency in the public sector is due to perception of the general public all-over Tanzania that the public employees are not effectively motivated and the result is to work as usual, work without creativity and innovativeness.

Leshabari et al. (2008) stipulated that motivational problem among primary school teachers in Tanzania is transposed to the Tanzanian educational system as a whole, in both rural and urban areas. Indeed, low motivation among primary school teachers has contributed to teachers’ dissatisfaction and hence poor performance for Tanzanian pupils (Mkisi, 2008). This has downtrodden a quality of education in the areas of literacy and numeracy skills as well as creativity, confidence, critical thinking and preparedness for the changes Tanzania will face in her developmental process.

1.3 Problem Statement
Numerous literature has depicted the contribution of motivation to teachers’ job satisfaction, albeit the documentation being too broad. Many studies such as Darmody and Smithy (2001) studied the issues related to job satisfaction. They stressed on primary school teachers and school principals.  Bennel and Mukyanuzi (2005) conducted a study on whether there was a motivational crisis for teachers; Vassallo (2007) and Brunetti (2001) sought to know reasons for job dissatisfaction among Long Serving Teachers; Aacha (2005) conducted a study that most of the focus was motivation and performance among primary school teachers; Ubom (2001); Sargent and Hannum (2003); Mhozya (2007) focused on the effect of extrinsic incentives in primary school teachers’ job satisfaction and effectiveness. 

Despite a number of studies conducted in this area, there has been little attention that has been drawn to the contribution of motivation towards primary school teachers’ job satisfaction. In Morogoro Municipality many primary teachers seem to be satisfied with their job, most of them are doing other business such as motorcycle riding, commonly known as “bodaboda” and selling second hand clothes. They don’t seem to be interested in the teaching professional. This study therefore, seeks to examine the motivational strategies done by the government and their effects to teachers’ job satisfaction particularly in Morogoro municipality.
 
1.4 Study Objectives 
1.4.1 General Objective
The purpose of this study was to examine the contribution of motivation strategies to government primary school teachers’ job satisfaction. 

1.4.2 Specific Objectives
The study was guided by the following specific objectives:
i.	To identify the motivation strategies established for primary school teachers in government schools 
i.	To examine the impact of established motivation strategies on teachers’ job satisfaction to government primary school teachers 
i.	To find out the key motivators that determine teachers satisfaction in their teaching activities

1.5 Research Questions
i.	What is motivation strategies established for primary teachers?
i.	What are the impacts of the established motivation strategies to teachers’ job satisfaction?
i.	What are motivators for teachers’ job satisfaction? 

1.6 Significance of the Study
This study gives insights to policy makers, planners and other stakeholders to be able to identify the significant strategies to modify the teaching environment in order to improve teaching performance. It would, in particular, identify strategies that may help to improve teacher morale and working conditions, at the same time counteract the factors that lower the teachers’ motivation. The results of this study may enrich the society’s understanding of what should be done to ensure that teachers are adequately motivated for their job satisfaction and job performance. This study is of importance to the researcher for the Partial fulfillment of the requirement of Master Degree in Education of the Open University of Tanzania. The knowledge obtained in this study is expected to be used as the reference material for students and other people wishing to carry out further research on teachers’ motivation and job satisfaction in schools in and outside Tanzania.
1.7 Limitation of the Study
According to Mugenda and Mugenda (1999), limitations are aspects of research that may negatively affect the results of a study but which the researcher has no control. Headteachers and other Educational Officers were so occupied to the extent that they forget to provide requested documents or agree to be interviewed. To overcome this, the researcher requested for appointments and reminded them via phone calls to pay physical visits to their respective offices to get all required information. Response rate. The response rate was low in some cases due to respondents being in a hurry, very busy with their daily activities and others were not present at their working places. But, the researcher sought appointments, and encouraged participation and responsiveness of questions, the purpose of the study was explained and anonymity of respondents was ensured to encourage participation of respondents and interviewees in answering questions. Some target respondents were not willing to take part in the study because they needed payment. In this case, extra efforts were made to clarify the purpose of the study to the target respondents to convince and encourage their participation in the study.

 1.8 Delimitation of the Study
This study focused on examining the contribution of motivation strategies to Government primary school teachers’ job satisfaction, particularly in Morogoro Municipality. This study was limited to (10) Public primary schools; focus on examining the contribution of teachers’ motivation to job satisfaction. 

1.9 Organization of the Dissertation
The study is divided into five chapters. Chapter one consists of introductory part, background information to the study, statement of the problem, objectives of the study, research questions,  rationale for carrying out the study, and organization of the dissertation. Chapter two covers literature review whereby a number of concepts linked to the topic is discussed. Chapter three describes the research methodology that covers all methods and techniques used in data collection, the population of the study, sample size and sampling technique, methods of data collection (questionnaires, interviews, Focus Group Discussions.) and the methods of data analysis which include a combination of descriptive statistics and analytical methods as well as the use of software packages especially SPSS v. 20.

In chapter four, this study aimed to examine the contribution of motivation of teacher to job satisfaction in government primary school. The chapter deals with the data presentation, analysis and discussion. The section presented data and discussion in line with the study objectives. Chapter five summarizes the study, presenting a summary of findings of the study and conclusion, recommendations for action and recommendations for further research of the study

1.10 Conceptual Framework of the Study















Figure 1.1: Conceptual Framework of the Study
Source: Researcher 2017

Further, the study assumed that there are factors such as institutional and environmental that determines job satisfaction. Institutional factors are such as school administration and leadership and the national policies. School administration and leadership should create a friendly environment in order to ensure teachers are encouraged to do their work effectively. The teachers should be involved in decision-making and planning in school activities. National policies should give a blueprint on the direction to take. They should countercheck the teaching environment and be fair to all teachers in the nation. Thus, job satisfaction is defined to be the presence or absence of the various motivation factors. As illustrated in this conceptual framework (Figure 1) motivation factors are extrinsic, intrinsic, and ancillary. The presence or absence of these factors together determines the degree of satisfaction or dissatisfaction. 

1.11 Definition of the Key Terms
Motivation: According to Tasnim (2006), job satisfaction and motivation concepts are often misunderstood and many people use them interchangeably. The fact is that these concepts are much related to each other, that is, they are like two sides of the same coin (Mbua, 2003). However, the link between them is not very clear. It is claimed that job satisfaction is part and parcel of motivation (Kadzamira, 2012). Thus, many scholars have given various definitions. The following are some of them. 

According to Bennell and Akyeampong (2007); Kadzamira (2012) motivation is a broad concept, involving both characteristics of the individual and external factors; it is open to varied interpretations in the field. Thus, different scholars define the concept of motivation differently and among them are Robbins and Judge (2008, 69) who define it as “the processes that account for an individual’s intensity, direction, and persistence of effort toward attaining a goal.” Mbua (2003) states that the term motivation refers to “the complex forces, drives, needs, tension states or other mechanisms that start and maintain voluntary activity directed toward the achievement of personal goals, or a state that energizes and guides behaviour of an individual”. Conversely, Vroom (1995, 7) defines the concept of motivation as “a process governing choices made by persons or lower organisms among alternative forms of voluntary activity”.

Motivation is also defined as “the processes that account for an individual’s intensity, direction, and persistence of effort toward attaining a goal” (Robbins, 2005, 170). Similarly, motivation is the set of processes that arouse, direct and maintain human behaviour toward attaining some goal. However, Myers (1995, 397) says motivation is “a need or desire that serves to energize behaviour and to direct it toward a goal”. Webster‘s dictionary (2002) defines the concept motivation as the act or process of moving or drive or an incentive. In this study, the variable motivation will involve both intrinsic and extrinsic motivators that the teacher has and that push the teacher to fulfill his/her responsibilities effectively.

Extrinsic Motivation: Extrinsic motivation is the type of motivation that involves the external (not internal) aspects for individual motivation (Sansone and Harackiewicz, 2000). These external/extrinsic aspects include rewards such as pay (salaries, free accommodation, free meals, extra teaching allowances, advance payments), material possessions, prestige etc. In this study, the extrinsic motivation of teachers will include externally administered rewards like salary, free accommodation, free meals, weekly duty and extra teaching allowances, advance payments in case of financial problems, leave of absence and free medical care among others.
Intrinsic Motivation: Intrinsic motivation is an inducement derived from within the person or from the activity itself and, positively affects behaviour, performance, and well-being (Ryan & Deci, 2000). In contrast to extrinsic motivation, intrinsic motivation is said to exist when behavior is performed for its own sake rather than to obtain material or social reinforcers. In this study, intrinsic motivation of teachers will include job satisfaction of derived from teaching, enjoyment of teaching, the challenging and competitive nature of teaching, recognition, career development, control over others and, teaching as one‘s goal in life.

Job Satisfaction: The concept of job satisfaction does not have a straight definition, albeit being widely researched by many scholars. Zembylas and Papanastasiou (2006, 230) argue that there is no conventional definition of the concept of job satisfaction although many scholars have studied it for a long time. The concept of teacher job satisfaction is defined as the “teacher’s affective relation to his or her teaching role and is a function of the perceived relationship between what one wants from teaching and what one perceives it is offering to a teacher” Zembylas and Papanastasiou (2006, 230). According to Spector (1997, 2), job satisfaction is defined as “simply how people feel about their different aspects of their jobs. It is the extent to which people like (satisfaction) or dislike (dissatisfaction) their jobs.”

Additionally, Mbua (2003, 305) then, defines job satisfaction as “the fulfillment acquired by experiencing various job activities and rewards.” Whereas, for Robbins (2005), the concept job satisfaction refers to the employee’s feelings about her or his job. Similarly, job satisfaction is “a positive feeling about one’s job resulting from an evaluation of its characteristics” (Robbins & Judge, 2008, 20). Moreover, job satisfaction is defined as “the amount of importance a school places on its human resources” (Lunenburg and Ornstein, 2004, 66). They also refer to it as job morale which according to Luthans and Kreitner (1975), “has been replaced by job satisfaction”.

On the basis of the above definitions, in this study, the concept of teacher job satisfaction will be used to simply refer to the teachers’ attitudes, perceptions and feelings that they have towards their job. Teacher job satisfaction refers to whether teachers are happy with their job or not. In other words, if teachers have positive attitudes or good feelings about their job, these qualities are taken to describe a satisfied dimension (Organ and Bateman, 1991).





2.0 LITERATURE REVIEW 
2.1 Introduction 
This chapter deals with the review of literature; it is divided into two main parts, theoretical review of the literature and empirical literature review. The theoretical literature review consists of the definition of the key terms, the concept of motivation and job satisfaction and theories of motivation. The chapter also explains the perspectives of motivation and job satisfaction worldwide, in Africa and in Tanzania. The empirical literature review describes various studies which have been done on teachers’ motivation and job satisfaction and then the synthesis to show the research gap.

2.2 Theoretical Review
This study was guided by the motivation theories of Abraham Maslow, Herzberg, David McClelland and Adam’s. The assumptions of the theories are that:
i.	Motivation is a good thing that leads to the increased performance 
ii.	Working environment is worth to job satisfaction 
iii.	Motivation is one of the factors that go into the person’s performance 
iv.	Motivation is a tool that managers can arrange job relationships in an organization. 

2.2.1 Theories of Motivation 
Different theories of motivation like Maslow’s hierarchy of needs theory, Herzberg’s motivation-hygiene theory and Adam’s Equity theory are stated. These theories provide fundamental basis of motivation that help describing the motivation of employees in a systematic way and in understanding the contemporary theories of motivation like goal setting theory, reinforcement theory and expectancy theory.

Maslow’s Theory of Hierarchy of Needs: The theory assumes that people have a propensity, which may be innate or acquired, to seek or avoid certain stimuli. Maslow advanced the following propositions about human behaviour: Man is a wanting being. A satisfied need is not a motivator of behaviour, only unsatisfied needs motivate. Man’s needs are arranged in a series of levels - a hierarchy of importance. As soon as needs on a lower level is met, those on the next higher level will demand satisfaction. Maslow believed the underlying needs for all human motivation to be on five general levels from lowest to highest, shown below. Within those levels, there could be many specific needs, from lowest to highest (Maslow, 1954). The following figure illustrates Maslow’s hierarchies of needs.


Figure 2.1: Maslow’s Hierarchy of Needs
Source: Martin and Joomis (2007)
The levels are presented in the form of a triangle or a pyramid with the largest and most fundamental levels of needs at the bottom tier, and the need for self-actualization at the top. Therefore in this study the primary teachers should first be satisfied by physiological needs, including shelter (teachers’ house), food (free meal) and money (allowances and increments) of which the teachers in most of the Morogoro Municipality primary school did not have in a satisfactory way. 

Herzberg’s Theory of Motivation: Herzberg was the behaviourist scientist. In his theory, there are two assumptions that should be observed:
i.	Presence of hygiene/extrinsic/environmental factors do not lead to person’s satisfaction, but their absence leads to dissatisfaction 
ii.	Presence of motivator/maintenance causes personal satisfaction, but their absence does not cause dissatisfaction  

Herzberg established the theory on motivation explaining how the individuals, especially the employees in an organization can be motivated. According to Herzberg, an employee or worker can be motivated and be made to work satisfactorily for the betterment of the organization and the individual employee as well. For him, the factors for satisfaction are quite different from those for dissatisfaction. In this respect, Herzberg established the motivator factors responsible for satisfaction and environment factors for satisfaction, without with the individuals are dissatisfied. The environmental factors are essentially contextual and extrinsic. These factors are such as supervision, working conditions, policies and administration, interpersonal relationship and remuneration (such as money). Herzberg called these factors hygiene factors. These hygiene factors are essential for the employees to have and in their absence the individual becomes dissatisfied. These factors are there not to motivate the individuals, but to satisfy them. This contradicts the Maslow theory of motivation of hierarchy that lays emphasis on the physical and social needs to be the basic ones. 

The motivation factors are essentially the internal oriented factors. Herzberg found these factors to be the ones motivating. These factors are such as challenging work, achievement, the job itself, growth and development, increased responsibility, recognition and accomplishment (Tasnim, 2006). Herzberg called these factors maintenance factors because they are not purely satisfied, they have to be maintained. According to Herzberg, the motivator factors are the ones that are so effective in motivating individuals, especially the employees to the extent that they can increase employee performance and organizational performance as a result. With regards to the Herzberg’s Two Factor theory, the study overwhelmingly support the theory as the Morogoro primary teachers considered both intrinsic and extrinsic motivations as important to promote teachers motivations towards job satisfaction. Teachers’ motivation is explained as an outcome of the intrinsic and extrinsic factors. The extent to which the intrinsic and extrinsic factors are satisfactorily met, will to a large extent determine the level of teachers’ motivation hence job satisfaction.

David McClelland’s Theory of Motivation: This normally identified as McClelland theory. David McClelland (Studies in Motivation, 1955) identified three basic types of motivating needs present in people. In three aspects introduced by McClelland focus on the internal aspect of an individual (what intrinsically motivated an individual); social aspect; and political aspect. He shows that all three needs can be present in a person, but the weight attached to each can vary. The three needs are:       
(a)	Need for Achievement - where this is high, then people have an intense desire to succeed and an equally intense fear of failure. This is in a personal need stemming from inside the person. It is the desire to meet a specific end. In relation to the demands of this study, the teachers need to be motivated to love their teaching job and tend to meet their job achievement. The need for achievement for teachers is to have academic performance for their pupils in place. The schools and administrations should make the environment that facilitate academic performance that make the teachers be motivated to set goals and meet them.
(b)	Need for Affiliation - where this is high people tend to seek acceptance by others, need to feel loved and are concerned with maintaining pleasant social relationships. For example, the way the teachers can be motivated by the act of being associated with other fellow teaches. This needs the environment to be created. For instance, the teachers whom have houses together and living near each other can help them to associate and conduct social activities together. To bring the teachers together the school has to build the teachers houses near the schools where the teachers can be neighbouring each other and participating in all situations of their lives. 
(c)	Need for power - people with a high need for power seek opportunities to influence and control others, seek leadership positions and are often articulate, outspoken and stubborn. The teachers would like to be promoted to become ones of higher positions in the teaching arena. This can be possible if the systems allow those who work hard and be promoted after sometimes. It can be a very important strategy that can motivate teachers that when they do better they are promoted to take the higher positions such as school heads, and other academic officials. 

2.2.2. The Global Concept of Teacher’s Motivation to Job Satisfaction
For several reasons, teacher job satisfaction has always been an important issue in empirical pedagogical research (Filak & Sheldon, 2003): First, job satisfaction is considered to have an effect on the quality of teaching and on the school achievement of pupils (Ololube, 2004; Somech and Drach-Zahavy 2000). Second, it has been found to predict withdrawal cognition (Lam, Foong and Moo 1995; Hall, Pearson and Carroll 1992), and may, therefore, be seen as an important aspect of maintaining the stability of the teaching staff. And third, teacher job satisfaction is supposed to contribute to the quality of teacher work-life, making their professional experience an element of psychological health Zombe and Nyirenda, (2013), personal fulfillment and growth. This might be perceived as an objective in itself (Garrett 1999). 

Ololube, (2004) explored the point that increased the motivation of teachers’ leads to an increase in productivity that gives an enhancement to the educational systems; hence the function of education motivational methods cannot be under emphasized. As teachers play the mentoring role for their students, their primary motivation is associated with students learning achievement. The more students will grow and learn the more satisfaction of task achievement and job involvement would be increased among these mentors (Rasheed et al., 2010). Teachers play a very important role in the learning process of students who idealize teachers and try to copy them. The motivation of teacher is, therefore, very important as it directly affects the students. 

Alam and Farid (2011) argue that the importance of motivation in imparting education has raised many questions as, “what is actually motivation? “What are the factors which promote motivation in students?” “Why teachers’ motivation is important?” The motivation of teachers is affected by many factors. Amongst the mentioned factors by Alam and Farid are Personal/social factors; Classroom environment; Socioeconomic status; Student’s behavior; Examination stress; Rewards/incentives; and Self-confidence/personality of teacher etc.

Moreover, the general concepts of job satisfaction have been questioned in terms of their applicability to the field of teacher work (Nias 1981, Evans 1997). Following Barnabé and Burns (1994), teaching differs from other professions regarding several aspects: the job is mostly carried out isolated from other adults, and teachers are also isolated when preparing lessons. So, teachers might be different from another workforce because they spend most of their time either working alone or together with pupils. Wittmann (2002) and Garrett (1999) provide interesting literature reviews of job satisfaction and motivation theory with respect to teachers and schools. While drawing from this literature, in our own study, the definition of job satisfaction used will be very pragmatic and based on the data at hand. It will simply indicate whether the teachers do or do not like their job. No specific distinction is made between satisfaction and dissatisfaction as models such as Herzberg’s (1968) two-factor analysis would suggest. Moreover, when we talk about motivation, we simply mean the transformation of job satisfaction in an effort at work.

Almost totally separate from the literature reviewed so far, but driven by recent political developments in many countries, economists have shown a growing interest in the issue of how incentives could be generated for better teaching. Interestingly, while the pedagogical literature is largely teacher-centered, often taking the positive relationship between teacher job satisfaction and improved education quality simply for granted, the economic literature is largely student-centered without any consideration of the needs of the teachers as such. While teacher attitudes are considered important, they are merely seen as an instrument, and not as an objective in its own right. Again, the bulk of the literature considers education in the North, notably in the United States. 

However, there are some exceptions, such as Chaudhury et al. (2006), Duflo and Hanna (2005), Banerjee and Duflo (2006), and Bourdon, Frölich and Michaelowa (2006). Reinikka and Svensson (2003) and Francken, Minten and Swinnen (2005) consider related questions of transparency and community monitoring in Uganda and Madagascar, but with a focus on the general administration rather than on teachers. Reviewing the general literature on incentives in education systems, Wößmann (2006) attempts to draw lessons for the specific case of developing countries.

2.2.3 Teachers’ Job Satisfaction in Tanzania 
In Tanzania, the integral role that teachers play in providing quality education for students has been recognized consistently in government documents (e.g., Ministry of Education and Culture [MOEC] 1995; 2001). However, concerns about the motivation of teachers for the betterment of education, remains the persistent problem in Tanzania (Massawe and Kipingu 2000; Kuleana 2001; Rajani and Sumra 2003; Davidson 2005).

According to Bennell and Mukyanuzi (2005) teaching in Tanzania is widely perceived as the employment of the last resort. HakiElimu (2005) emphasizes that in Tanzania, younger, better-qualified teachers are quite heavily concentrated in urban schools and are generally less satisfied with their jobs than the older generation of teachers, who still feel ‘privileged’ to be a teacher. Qualified teachers should be more competent and thus have higher levels of job satisfaction. Ensuring that all teachers are qualified might be expected to be an important way of improving and maintaining high levels of professional commitment and motivation. However, in nearly all the case study countries, no sizeable differences exist between the motivation levels of qualified and unqualified teachers according to Bennell and Mukyanuzi (2005). This is really quite worrying given that unqualified teachers are usually paid much less and many are frustrated in most countries by limited opportunities to acquire basic teaching qualifications through full-time study leave or open distance learning programmers as stated by Bennell and Mukyanuzi (2005) Massawe and Kipingu (2000). 

According to a report by Sumra (2005), several areas of interest on teachers’ status in Tanzania have been identified. These areas can be examined to understand the contextual national situation of teachers in government-owned schools in Tanzania. It is through this national contextual situation that analysis can be done to examine the factors that affect government school teachers’ job satisfaction and performance. These factors have been categorized into two: Working conditions and Living conditions.

2.2.4.1 Working Conditions 
a) Teaching Materials
Menlo and Poppleton (1990) stipulate that the major challenge facing teachers in both rural and urban areas is insufficiency of teaching materials like appropriate books for all subjects that are being taught, the situation being worst in rural areas. In many schools, students have to share one book; some schools have only one book owned only by the subject teacher who has to read it before the class for students to understand what has been written in the book. In some cases, teachers are forced to post on the notice board so that students may copy the content of the book in their exercise books. 

According to the study of Bassy (2002), not only insufficiencies of books but also libraries have received less attention when new schools are built or established. Insufficiency of desks also has made most students to sit on the floor.  Lack of Science laboratories has been one of major challenge which has made science subjects to be taught in a more theoretical way than practical. Due to the insufficiency of laboratories, students taking Science subjects can’t carry out a real practical in their national examinations so the government established a theoretical examination to the practical called “Alternative to practical”. This situation was referred to as “inadequacy of resources” and it affects teachers’ working environments Thorndike and Barnhart (1979).
b) Big Number of Students’ Enrolment 
Teachers are affected by the big number of students in’ classrooms. Class sizes are too large for teachers to attend effectively to every student. Moreover, due to populated classes, some students end up sitting at the extreme back of the classes thus not getting what is taught in class because they can’t hear what is being taught; eventually, they turn to their own business and become noisemakers. In addition, teachers spend a lot of time in marking students’ exercise books than in teaching (Brunetti, 2001). Therefore, large numbers of enrolment without sufficient classrooms and books is a stumbling block for teachers to reach their teaching goals and lead to low student progress. In this way, teachers are not comfortable being in classes and hardly do they enjoy their work (Similarly, and Armstrong, 1996).

c) Teacher’s Workload 
In both primary and secondary schools, teachers’ working loads are very big. Due to a small number of teachers available in schools, the teachers have to teach many subjects. However, the workload in rural schools is heavier than in urban (Sumra, 2005). Science subjects’ teachers are very few while in rural school teachers end up teaching subjects which are out of their areas of specialization so that students should not stay idle. This forces teachers to work beyond their call of duty and teaching in this way becomes a tiresome job. Moreover, Davidson (2005) has argued that teachers’ working load includes lesson preparation, such as schemes of work and lesson plans, teaching, marking, counseling, and supporting students academically like administering remedial classes and doing administrative duties like being the “Teacher on duty”. It also involves extracurricular activities like sports, gardening and attending professional development training. This huge workload and very tight schedule compel teachers to work restlessly.

d) Students’ Nutrition
Students’ poor nutrition affects mental and physical well-being due to the fact that some parents are poor to an extent that they can’t afford timely and balanced diet for their children to have a proper growth and development. Most students go to school with empty stomachs, and they have to stay at school until they complete lessons in the evening. This kind of living affects students mentally, socially and physically, making teaching become a task rather than a job since teachers have to go extra miles to enable “the starving students” to grasp the subjects’ contents (Jinyevu, 2013).

e) School Location and Transportation
In most cases, the location of many schools is far from where the teachers live particularly in rural areas (Bishay and Adams, 1996). Transport facilities in rural areas are poor, which necessitate teachers and students to walk long distances. In urban areas, teachers are faced with extra expenses for transport fare. In big cities, teachers spend more time on their way to and from jobs due to traffic congestion. Traffic congestion make teachers to always be tardy at work; or when they are on time, they are tired even before they start teaching. Long hours on the road reduce their leisure time, and that may impact on their health and teaching performance.

2.2.4.2 Living Conditions
Housing Conditions: The matter of housing condition for teachers is discussed by Davidson (2007) and Creswell (2003) as one of the major challenges facing teachers. In both urban and rural areas, there are very few government-owned houses to accommodate teachers.  Very few teachers manage to build their own houses. Most of them depend on rented houses or apartments which are expensive.  Even those teachers who live in the government-owned house have to pay monthly rent which is contrary to workers in other professions who are either paid housing allowances or stay in government or company houses for free. (Ngimbudzi, 2009 and Meir 1972). In rural areas, the quality of houses teachers live in is very poor (Davidson, 2007, Sumra 2005); and the location is quite distant from their schools. Most rural houses are mud-thatched. Some few teachers tried to build their own houses using the available poor building materials in their areas. This poor housing demoralizes teachers and lead to poor performance (Davidson, 2007)

Teacher’s Salary: Teachers’ salary is the number one challenging factor to teacher works in government-owned schools. Bennell and Mukyanuzi, (2005) argued that, teacher’s, salary is very low to enable them to sustain their lives Most teachers have to do other income generating activities in order to supplement their income Some teachers in rural areas engage in agriculture or small businesses while those in urban areas have opted to teach in private schools, or opening their education centers for tuitions. Teachers, especially in rural areas have to travel a very long distance to receive their monthly salaries. Some have to go to town councils where they have to stand in a long queue waiting for their salaries. However in most places nowadays salaries are deposited in teachers’ bank accounts. To have access to bank services, teachers have to travel a long distance in most cases from rural to urban centres where most banks are situated, Filak and Sheldom (2003).
2.2.4.3 External Factors
Parents’ Support: According to (Bennel and Mukyanuzi, 2005), teachers are faced with the problem of lack support from parents/ guardians of their students. Students’ parents /guardians are not making follow up on their children’s academic and behaviour progress so as to ease teachers’ work. However, teachers have also become counselors, and sometimes taking on the parenting role in shaping and dealing with personal students’ matters. Other parents/guardians react against teachers whenever their children are subjected to disciplinary actions like suspension or community service tasks for their indiscipline in schools.

Society’s Perception on Teaching Profession: Nias (1981) and Sumra (2005) have stipulated that teachers are not respected by students and the society because teaching is regarded as a low-paid profession. Students show respect only when they are in school surroundings. Thus, the social status of teachers has been regarded as poor people. Teachers’ academic qualification is another reason behind the negative perception of the society. The government puts low qualification requirements to join teaching profession which allows most applicants who have the poor academic performance to join teaching training, therefore, teaching regarded as for the failures who couldn’t meet qualifications to join in other professions. (Bennell and Mukyanuzi, 2005).

Teachers’ Emotional Intelligence: Some teachers in government-owned schools have a negative emotional intelligence to where they work because they have been allocated in areas that are not their choice, hence they request transfers (Bennell and Mukyanuzi, 2005). Some are denied chances of transfer because they could not fulfill the transfer qualification requirements like finding a fellow teacher for exchange, thus become separated from their family members for a long time (Davidson, 2007) until during holidays. Due to this misallocation, one may expect that some couples suffer a long distance relationship resulting in consequences like divorce, cheating and unnecessary conflicts that might have been avoided if they could be living together. Being allocated a workstation separate from spouses’ area of residence causes unnecessary cost because the teacher is forced to pay the living expenses for him/herself and that of the spouse. This situation affects teachers psychologically, emotionally, socially and economically hence de-motivating them and eventually leading to low job performance.

2.2.4 Motivation of Teachers and Performance
Nambassa (2003) stipulates that there is a wide range of views about teacher motivation in Africa and South Asia, most of which are country specific. However, there appear to be mounting concerns that unacceptably high proportions of teachers working in public school systems in many developing countries are poorly motivated due to a combination of low morale and job satisfaction, poor incentives, and inadequate controls and other behavioural sanctions. Literature by Ryan and Deci (2000) and Analoui (2000) argue that low teacher motivation is reflected in deteriorating standards of professional conduct, including serious misbehaviour and poor professional performance. Teachers are devoting less and less time to extra-curricular activities, teaching preparation, and marking. 

Additionally, Bennell (2004) discloses that incentives for schools and teachers in the public education system to perform well are frequently weak due to ineffective incentives and sanctions. This was particularly the case when teachers cannot be effectively disciplined for unacceptable behaviour (absenteeism, lateness, poor teaching, and abusive behaviour towards pupils) by school management because it is very difficult to dismiss them and promotion are largely unrelated to actual performance. This situation was also revealed by Carron (1996) that where teacher pay is very low, there is normally de facto recognition that the labour process in schools has to be organized in such a way that enables teachers the autonomy to generate additional income.

2.2.5. Intrinsic Motivation of Teachers and Job Satisfaction
Delaney and Huselid (1996) disclose that intrinsic rewards like recognition create role models and communicate the standards. These constitute the great performance in a sizeable public education sector as they further diversify the teaching force and improve teachers’ recognition, according to Bennell (2004). Where private sector provision is growing rapidly with strong public approval this is a strong intrinsic motivator to the otherwise downward pressures on teacher status. Consequently, this study will examine the effect of intrinsic motivation on the performance of teachers. 
Teacher management at the national and sub-national levels is nothing short of chaotic in many countries. Therefore, management styles tend to be authoritarian with limited participation, delegation, and communication with respect to major school management functions. The extent to which teacher grievances are addressed is also a key issue. 

The high turnover of head teachers in many countries is particularly disruptive and frequently bad for teacher morale. Many managers are acting for very long periods. Effective management training programs for head teachers are necessary to lead to noticeable improvements in teacher behaviour and performance. Meir (1972) noted that while workers are interested in advancing their financial position, there are many other considerations such as opinions of their fellow workers, their comfort and enjoyment on the job and their long-range security that prevents them from making a direct automatic positive response to an incentive plan. This implies that for employees to perform and have better results they must be motivated by a token of appreciation.

Bennell (2004) argues that most teachers want to be posted to urban schools for both professional and personal reasons. The size of the rural-urban divide in most countries creates enormous disincentives to being posted to a rural school. He indicated that teachers want to remain in urban areas for a variety of reasons, most notably the availability of good schooling for their own children, employment opportunities for spouses and other household members, the desire to maintain often close-knit family and friendship networks, opportunities for further study, and poor working and living conditions in rural schools3. The much greater opportunities for earning secondary incomes in urban locations are also a major factor. Being posted to a rural primary school can, therefore, severely affect their ability to undertake further studies as well as earn additional income. 

According to Maicibi (2003), increasing hours of work, larger class sizes, more subjects, and constantly changing curricula are cited as major de-motivators in many countries. What is expected from teachers is not pitched at a realistic level in many countries given material rewards, workloads, and work and living environment. Farrel (1993) argues that large class sizes and heavy workloads in relation to pay (the effort-price of the work) also make teachers resistant to the introduction of new teaching methodologies and other innovations. 

2.2.6. Extrinsic Motivation of Teachers and Performance 
Dungu (2000) reveals the problem of residential accommodation in some of the countries of sub-Saharan Africa. He noted that many primary school teachers were given a small house allowance to cater for their residential accommodation which forced them, teachers to reside in poor houses. On the other hand, Farel (1993) also observed that teachers who fail to get institutional houses had to look for accommodation elsewhere; a situation which results into demotivation of teachers to effectively performs at work.

Wayne (1998) asserts that a reward in the form of payment has a strong impact on the employees’ ‘performance. Bratton (2003) and Mumanyire (2005) state that payment is one of the most powerful motivating tools. Similarly, Armstrong (1996) emphasizes the value of extrinsic motivation when he says that money provides the means to achieve a number of different ends. Above all, he asserts that money in the form of payment is the most obvious extrinsic reward. Maicibi (2003) observed that rewards such as sickness payment, contributory pension schemes, free life insurance and subsidized canteens are fairly evenly spread across all levels of employees. 

Kasaija (1991) studied the effects of monetary and non-monetary rewards on the motivation of teachers. He established that both monetary and non-monetary rewards are motivators to teachers. Similarly, Ogomarch (1994) study agrees with this assertion, he stresses that professional allowances have great significance in motivating lecturers to do their work effectively. Farrant (1997) in addition states that in many countries the morale of teachers is low because they do not possess greater status, lack promotion opportunities, are poorly paid and have to teach under unsatisfactory conditions. 

2.3 Empirical Literature Review 
2.3.1 Motivation Strategies to Public Servants 
Shao (2013) conducted a study on the motivational strategies used to retain the best talented servants in the public organizations in Mwanza Region. The study found out that job satisfaction was the best way to attract and retain public servants. The study found that the best talented servants in the public sector were satisfied with job security, training opportunities, salary amounts increased, working environments, participative decision-making, availability of allowances, relationship at the working place, retirement benefits plans and motivation opportunities. Basically, the study found that most of the factors for job satisfaction in the researched area were extremely extrinsic factors. Shah et al. (2012) investigated the role of some of the extrinsic and intrinsic factors as the strategies to build satisfaction among the employees. The study tried to investigate the relationship and interdependence between rewards and recognition, supervision and works itself on employees’ job satisfaction and that of job satisfaction on the intrinsic motivation of employees. 

It was found that although there are many dimensions of work and job satisfaction which in turn has an outcome in the shape of intrinsic motivation, however, the study shows that reward and recognition, supervision and work itself have positive effects on the job satisfaction. Reward and recognition are the two along with many other factors which can have an effect on the job satisfaction and motivation of teachers. These findings were in line those by Ali & Ahmed (2009) that produced statistics showing a link between reward and recognition and that between motivation and satisfaction. 

2.3.2 Effectiveness of Motivational Strategies to Employees’ Job Satisfaction 
Rukia (2013) conducted a study in the President’s Office, Planning Commission to evaluate the impact of employee motivation on performance in the public sector. Basically, the study tried to find out the strategies used to motivate public sector employees and the impact of these strategies on the employee’s performance. The findings from the study revealed that there was a great need of motivation in the organization. It was stressed by the study that the absence of proper motivational strategies can lead to various problems related to administration of the daily operations and decision-making processes. 

Bishay (1996) conducted a study putting much emphasis on the teachers’ satisfaction. The study provided much information on the characteristics that define teachers who had high levels of job satisfaction and motivation. One factor that had a significant impact on job satisfaction was job responsibility. Teachers who had higher levels of responsibility, usually in the form of compensatory-time work, administrative positions (i.e., dean, department head), or advisor-ship of a club, had significantly higher levels of satisfaction. One explanation for the link is provided by the concept of flow. Increased responsibility levels may lead to satisfaction because of the greater involvement, challenge, and control.
Gesinde and Adejumo (2012) conducted a study to determine the level of job satisfaction of primary school teachers and to determine the impacts of gender, age, working experience, educational qualification on their job satisfaction in Nigeria. The study revealed that all the participants except one were dissatisfied with their job. The percentage (52%) of those who are very satisfied with their jobs outnumbered those who are just satisfied with their job (46.6%). The findings are contrary to the study of Bryner (2007); Fon (2007); Wu & Wu (2001); and Adetayo (2008) which had earlier reported that teachers are generally satisfied with their job. However, further analysis indicated that female teachers are more satisfied than their male counterparts. 

2.3.3 Factors for Teachers’ Job Satisfaction 
Nyamubi (2017) examined teacher’s job satisfaction in Tanzania. The study fundamentally addressed the factors determining secondary school teachers’ job satisfaction. The findings of the study revealed that teachers were satisfied by both monetary and nonmonetary incentives. The teachers were pleased with the good and fair remuneration packages that related to their labour inputs, opportunities for carreer development and individual appraisal system, timely promotion and requisite workplace conditions. The findings of this study have the implication that teachers are most satisfied by the external factors despite the intrinsic factors can be importantly supporting the extrinsic factors. 

Msuya (2016) conducted a study in the public secondary schools in Tanzania basing on the extrinsic factors and socio-economic factors in determining job satisfaction among teachers. The study found that job satisfaction among teachers in the public secondary schools was not homogeneous; socio-economic and demographic factors had a very great contribution on varying satisfaction levels. The factors such as age, sex and working experiences had varying levels, the working experience have the greatest contribution to the satisfaction. Nyeyembe, Maslowski, Nimrod and Peter (2016) conducted a study to explore the relationship between leadership style of school heads and teachers’ job satisfaction in the public secondary schools in Tanzania. The study found that teachers were more satisfied with their job when their school heads worked closely with them by mentoring them as well as paying attention to their personal well-being. 

2.4 Research Gap




This chapter provides a blueprint of investigation, which was adopted in the study, namely; study area; research design; population and sample size; sampling procedures; data collection methods; and data analysis techniques. 

3.2 Study Area
The study was conducted in Morogoro municipality whereby primary school teachers, primary school head teachers, ward education officers and the Municipal Educational Officer were contacted. This is due to the fact that Morogoro municipality is among the municipalities (districs) which has been doing better in the subjects of Mathematics, Kiswahili and English. The study conducted by Hakielimu (2014) ranked Morogoro urban third after Temeke and Arusha Urban. The performance of Morogoro Urban was 72.3% in Kiswahili, 46.2% in English and 77.8% in Mathematics. These performances can in one way or another reflect teachers’ performance that comes from satisfaction. Basing on these facts, the study was conducted in Morogoro to examine the strategies used to motivate teachers to their satisfaction for academic performance.

According to the national census of 2012, Morogoro Municipality had the total population of 315, 866 with the household average size of 4.1. Morogoro Municipality is located in the Eastern Tanzania about 200 kilometres west of Dar es Salaam and 264 kilometres from Dodoma. Morogoro Municipality is geographically located between longitude 37.30E and latitude 6.7S. The Municipality also lies along the Eastern Arc Mountain ranges of Uluguru. The study are is shown in the Figure 3.1

Figure 3.1: The Map of Morogoro Municipality Showing 5 Selected Wards 
Source: Morogoro Municipal DED Office.

3.3 Study Approach
The study approach refers to the paradigm based on whether the study is qualitative, quantitative or mixed (blended quantitative and qualitative) (Creswell, 2003). The study employed mixed method research approach in order to get better understanding of research problem than either quantitative and qualitative data by itself , also the use of mixed approach needs less time because both qualitative and quantitative data are collected at the same time in the same visit to the field. In this study the quantitative approach used the survey questionnaire to obtain data from teachers in the visited primary schools. The qualitative approach was employed to conduct interviews with key informants i.e. Heads of Schools, Ward Education Officers and District Education Officer. The mixed approach was used because it gave the ability to the study to be able to employ both closed ended and open-ended questions. Moreover, the approach allowed multiple data forms drawing on all possibilities, statistical and textual analysis (Creswell, 2003).

3.4 Research Design
According to Kothari (2004) research design is the arrangement of conditions for collections and analysis of data in a manner that aims to combine relevance to the research purpose with economy in procedure. This study employed survey research design because it explain the trend or features of large population involves collecting data from a big number of respondents using varied types of research tools. This research used research tools such as questionnaires, interviews and Focus Group Discussion (FGDs). The survey with varied types of research tools was used to enable the researcher to obtain both quantitative and qualitative data (Saunder, et al., 2003). 

3.5 Population of the Study




n = 	the sample size
z = 	standard error associated with the chosen level of confidence (1.96)
s = 	degree of variability (50% = 0.5)
e = 	probability of error of (0.1).

Therefore, from the recommended formula the sample size of the study was 96 participants. The distribution of participants will be as follows;










3.6 Sampling and Sampling Procedures
Sampling design is the mechanism of selecting a sample from the study area. This study involved two (2) types of sampling including probability and non-probability sampling. 
3.6.1 Probability Sampling 
Under this design, every item in the population has an equal chance to be included in the sample. Probability sampling follows the logic of random sampling whereby each number is given an equal chance of being selected in the sample (Barbie, 1995). Specifically, the study used the simple random sampling approach to select participants from primary school teachers in public schools. Basically, simple random sampling is a sampling technique whereby all members of the population have an equal chance of being selected to form a sample (Aand and Kamuzora, 2008). 

In choosing the sample, all public primary schools in the municipality requested list of all schools from the Municipal Education Officer of statistics. The names of the schools were written down on the pieces of papers which were mixed up after folding them. From the mixed-up pieces of papers 10 names of the schools were selected. Also the wards to be visited were selected randomly. Five (5) wards were selected randomly from the list of all wards in the municipality. From each ward, two (2) schools were selected randomly and from each school eight (8) teachers were randomly selected to respond to the questionnaires. 

3.6.2 Non Probability Sampling
According to Barbie (1995) non probability sampling is the sampling procedure where items are selected deliberately by the researcher based on some established criteria including the potential of participants to provide resourceful information. The study employed non probability sampling to the people who were resourceful to the provision of vital information to address the research questions. Specifically, purposive sampling was used to obtain information from the respondents. Msabila and Nalaila (2013) define purposive sampling as the process that involves hand picking of individuals from the population based on the authority the researcher. This study used purposive sampling to obtain the key informants to be interviewed, i.e. municipal educational officer, ward education officers (five officers from the visited wards) and primary school head-teachers of all the visited schools. The researcher opted for this sampling technique so as to get relevant information from the authority (authorized individuals) to give information officially. 

3.7 Methods of Data Collection 
This section presents methods used in data collection, which included interviews, questionnaires and focus group discussion. OUT (2010) state that the use of triangulation increases the credibility of their findings. Omari (2011) has said that triangulation is the studying of phenomena using more than one paradigm, method, design, approach and instruments, techniques so as to increase in depth of understanding of a given research episode or phenomena.

3.7.1 Interview
Yin (1994) affirms that the interview tool is a very important source of getting information and it is helpful in handling survey design related matters as the research design indicates. The interviews are the questions asked directly to the Municipal Educational Officer, ward education officers (five officers from the visited wards) and primary school head-teachers of all the visited schools. The use of interviews in this study was to allow flexibility in the discussion by disclosing participants’ views/opinions regarding the matter so as to extract deeper information on teachers’ motivation to job satisfaction in public primary schools. 

3.7.2 Questionnaires 
A list of open ended and closed ended questions were prepared and printed on sheets and they were distributed to primary teachers in the visited primary schools in Morogoro Municipality. Unlike interviews, questionnaires are used to collect opinion on a theme of interest from a large sample of respondents (Yin, 1994). Questionnaire of open and closed questions was used to solicit views on the contribution of teachers’ motivation to job satisfaction. Questionnaires were distributed to 80 participants (primary school teachers).

3.7.3 Focus Group Discussions 
The study employed Focus Group Discussions (FGDs) with the respondent teachers in their working areas. The respondents formed groups of 4 – 5 teachers under the supervision of the researcher. With these groups, the researcher conducted Focus Group Discussions (FGDs) on various issues related to research objectives. The discussion lasted for 45 – 60 minutes. In the discussion, the participants were free to address some points and they were asked to explain in details in order to make it clear. The group members were asked to express their views and opinions regarding the motivational strategies used to motivate primary school teachers based on their experiences. FGDs were very crucial for the study because the researcher obtained the information in detail with clarity. Also, FGDs enabled the researcher to obtain relevant information from various people within a short time.
3.8 Reliability and Validity of Data
3.8.1 Reliability
Reliability is a measure of the degree to which research instruments yield consistent results after the repeated trial. According to Creswell (2003), the reliability of an instrument refers to an ability to produce consistent measurement each time when we administer an instrument to the same population and contain a similar result. The researcher measured reliability by seeing how the participants answer the questionnaires provided to them.

3.8.2 Validity
This refers to the extent to which a test measures what we actually want to measure. In other words, validity is the extent to which results obtained from the analysis of data actually represent the phenomenon under study. Validity has two essential parts which are internal and external. Internal validity encompasses whether the results of the study are legitimate because of the way the groups were selected, data were recorded or analysis performed (Creswell, 1998). Externally often called “generalizability” involves whether the results given by are transferable to other groups. The researcher used clearly worded questions as instruments of measuring answer of participants with reference to the research problem, research question, and the researcher avoided source of error by setting good sample, setting questions simple and straight. 

3.9 Data Analysis
Since this study employed the mixed study approach, both quantitative and qualitative approach, the process of data analysis also involved both qualitative and quantitative techniques. That is to say that data analysis was based on the approach, i.e. qualitative data were analysed differently from quantitative data. 

3.9.1 Quantitative Data Analysis 
Quantitative data processing involves categorization, reorganization, editing, coding and entered in a computer by using Statistical Package for Social Sciences (SPSS) program. A substantial part of the analysis in this study was based on descriptive statistics analysis by using SPSS 16.0 computer software based on mean, mode, frequency analysis and percentiles. Data was presented by using texts, tables and charts to illustrate findings.

3.9.2 Qualitative Data Analysis
Qualitative data are the non-numerical data collected from interviews and Focus Group Discussions (FGDs) (Creswell, 1994). Qualitative data are subjective in nature because they are based on individual judgment and interpretation of the reality. The analysis of qualitative data from the interviews and FGDs were transcribed to form the ideas that could generate the story related to the subject matter. From the transcribed information forming the emerging stories, the researcher grouped those categories into groups basing on the content aspects. The groups of transcription of similar meaning on the content basis were put together. Finally, the transcribed information was put into integrated texts to form the meaningful and sensible context some of which were marked and quoted in the findings.
3.10 Ethical Consideration
It was the responsibility of the researcher to make sure that ethical aspects are observed before, during and after data collection. Preparations were done before data was collected. This was done through following ethical and moral procedures of undertaking research were observed all the time of data collection. The permit was sought from the offices of the Vice Chancellor-the Open University of Tanzania. It was then taken to the Regional Administrative Secretary (RAS) of Morogoro. The latter issued a research permit to be taken to the District Administrative Secretary (DAS) of Morogoro District. 

DAS issued a research permit to be taken to all ward executive officers in order to make local government officers and head teachers aware of the data collection process in their wards. It was the obligation of the researcher and research assistants to ensure consent of the respondents, to keep confidentiality and privacy of the respondents during data collection. The reporting of the collected data was based on the moral and ethical aspects. The data were reported even if they were against researchers’ expectations. 

3.11 Chapter Summary




4.0 PRESENTATION, ANALYSIS AND DISCUSSION OF THE FINDINGS
4.1 Chapter Overview 
This chapter presents the findings collected as directed in chapter three. The chapter presents both primary and secondary data. The chapter also analyses the data presented as well as the discussion of the findings. The chapter is divided into sections and sub-sections in line with the research questions. The first section presents the motivation strategies established for primary school teachers in public schools. The second section details the impact of the established strategies in motivating the primary teachers in the public schools. The last section presents the main factors that determine teachers’ satisfaction in their teaching activities.

4.2 Demographic Information
4.2.1 Age of Respondents 







Source: Field Research (2017) 

Age is an important factor for individual motivation and satisfaction. The study longed to understand the age of the respondents. According to the findings, vast of respondents (48%) were of the age between 30 and 39. This age is the working age in which majority of men and female are struggling to work in order to take care of their families and relatives. It is the age in which psychologically the individuals seek satisfaction in their jobs.

4.2.2 Sex of Respondents 
Sex of respondents is one the determinant of motivation and satisfaction. The way to motivate women can be different from the way to motivate men. This is due to the fact that their needs are different. The interest of the study was to know the sex of the respondents in the study area. The findings show that the majority (52%) were females and male were (48%) the implication of the results is that many primary schools in Tanzania, especially in an urban setting have more women teachers than men teachers. This might be due to the reason that women tend to be satisfied with the job they have. Most of the women work as teachers because it is the work that they love and might have enough time to care of children and their families than men. 






Source: Field Data (2017).

4.2.3 Marital Status of Respondents 
Marital status is one of the important variables for teachers’ motivation and satisfaction. The married respondents are motivated differently from the unmarried respondents. The study wanted to know the marital status of the respondents who participated in the study. According to the findings, the majority (65%) of all respondents were married. The implication of the results is that the married individuals are the ones mostly found in employment. This is because they tend to expand the income for their family and other relatives in need.








Source: Field Data (2017) 

4.2.4 Education Level of Respondents 
Education levels of respondents determine the way one can be motivated. The findings of the study revealed that majorities (73%) of all respondents were certificate holders; (17%) of all respondents were diploma holders and only (10%) of all respondents were degree holders. 







Source: Field Data (2017).

Majority of respondents were certificate holders because of the minimum qualification according to Ministry of Education, Science and Technology (MEST) secular 8, while diploma holders are qualified to teach secondary and above secondary schools. It is noted that all respondents had formal education. This made them able to read and understand the questions and was able to give appropriate and critical answers.

4.3. Results by Research Objectives
The study examined the contribution of the motivation strategies of teachers to job satisfaction in Tanzanian public primary schools. To meet this objective, the study used a number of specific objectives. In this section, the findings and their discussions are given according to the specific objectives. The findings given are both quantitative as they were collected using questionnaires and qualitative from interviews and Focus Group Discussion (FGDs).

4.3.1 Motivational Strategies for Primary School Teachers in Government Schools
This objective was interested to identify the motivation strategies established for primary school teachers in public school. In order to obtain the relevant information questionnaires and interviews were used to gather relevant information from respondents. A number of strategies established by the government and individual schools to motivate teachers were mentioned and explained as follows;

4.3.1.1 Salary Increments 
It was found by the study that one of the strategies used to motivate primary school teachers in the public schools is salary increments. It was revealed that there were regular increments of teachers’ salaries. The results in Table 4.5 show that majority of respondents 42 (52.5%) said that their salary increments were observed every year; 10 (12.5%) said their salary increments were after every two years; 17 (21.2%) of all respondents said that their salary increments were not regular; while 11 (13.8%) said that they had not observed salary increments in their salaries. 








Source: Field Data (2017)

In the interviews with the ward education officer, the heads of schools, district education officer, it was revealed that the government is trying its best to make salary increments for all public servants every year. However, it was revealed that there were some years, especially since President Magufuli got into power, where some increments were suspended. The suspension was due to the fact that the government was trying to sort out the ghost workers and workers with fake certificates. Otherwise, it was revealed that the increments were intended to motivate the servants and to make them invest all their capabilities and resources in their work. 

When the respondents were asked about their satisfaction with the salary increments it was revealed that majority 67 (83.8%) were not satisfied with the increments in their salaries; a few 5 (6.2%) of all respondents were satisfied with the increments; while some 8 (10%) said that they had no increments in their salaries.






Source: Field Data (2017)

Most of the respondents were not satisfied that because it seemed that the increments were so minute to almost nothing. Most of the respondents complained that the increments that were given to them were so small. This might be due to the fact that the increments depend largely on the amount of salary given. If the salary is small the increments are automatically small. For the primary teachers, the monthly salary is small in most cases, especially for the teachers with few years of working experience. 

Other respondents put it clear that the increments are not given in time. For example, some teachers mentioned the periods since when the President Dr. John Magufuli got into power; the public servants of all carders have not received any salary increments. This was stressed by one of the respondents who said that it can take even three years to be given the salary increments. Other respondents went very far that their salary increments were largely affected by tax cuts. It was revealed that that income tax that is exposed to the workers’ salary is so huge to the extent that when the increments are given the income tax also increases and it is difficult to see the effect in these circumstances. The results were in line with those of Mrosso (2015) found the negative attitude towards salary increments stating that teachers/respondents perceived the increments to very little almost to nothing. The results suggest that most of the teachers in the public schools are not satisfied by the increments to their salaries. 

In this regard, the teachers especially those who are motivated externally, by material things are not motivated by the little amounts added to their salaries when it happens. This is supportive of the very recent study by Eliphasi, Mulongo and Razia (2017) which found that most of the teachers in Muheza District were not satisfied and not motivated because they did not experience increments in their salaries finding other ways to generate more income in addition to their salaries. This was found to be a dangerous problem that would impede the development of public schools because most of the teachers are not spending their much time preparing for the lesson plans and other teaching materials, but they spend much of their time to think how they can increase their income. 

4.3.1.2 Teachers’ Houses
The study was interested to investigate if the schools had built teachers’ houses in order to motivate them.  The respondents were asked to mention if their schools had teachers’ houses to accommodate teachers. The findings in Table 4.7 show that majority 54 (67.5%) said that their schools had no teachers’ houses while a few 26 (32.5%) said their school had teachers’ houses. 






Source: Field Data (2017)
When the respondents were asked to tell how they managed to meet their accommodation for those whose schools do not have teachers’ houses, it was revealed by majority 54 (67.5%) that they were renting houses in the streets; other teachers, 25 (31.2%) had their own houses; while very a few 1 (1.2%) of all respondents said that their schools rented houses for them. 

Table 4.8: Responses on the Accommodation Facilities for Teachers 
Responses 	Frequency	Percent
Have own house	25	31.2
Rent house in street	54	67.5
School rents house for teachers	1	1.2
Total	80	100.0
Source: Field Data (2017)

The results show that majority of teachers were renting houses in the streets whereby for some of them were experiencing the problems of transports to their working areas and poor living conditions. It was claimed by some teachers that had to travel for long distance to their respective schools while sharing the public buses and sometimes motor vehicles (bodaboda) which for them, it is so costly in terms of money and time. In this environment, the teachers are not motivated or are motivated at lower levels. Instead of spending the time to prepare what teach and other teaching/learning resources, most of the teachers spend much time to travel to their/from homes for a long time. Also living far from their working stations makes it difficult to perform their duties smoothly as it becomes difficult for them to be close and share their presence with their pupils. 
One of the respondents said;
I have rented a house in Kihonda. It is far from the school. Every day I have to travel by daladala to reach school. I have to pay for the rent house every month. My salary is so small to sustain my family and pay for the house. It is also difficult to travel all that distance every day and teach effectively. You reach the working station already tired. So, one cannot perform one’s duties effectively in this environment. I can ask the government to build teachers’ houses nearby the school so that the teachers can give themselves for the good of the school and pupils (One of the teachers at School B, on 12th July 2016).

Another respondent said;
I am afraid to welcome my relatives and friends because I live in a house which is not different from that of poor laborers out there. I cannot be efficient in this frustrating condition (One of the teachers School C, on 12th July 2016)

The results are in line with those of Kimaro (2015) that was conducted in the secondary schools in Morogoro Municipality. The study found that secondary schools had the problems of the lack of teachers’ houses, the problem that made the teachers to rent houses in the streets and in some areas that were not suitable for teachers. The implication of the findings is that most of the teachers in both primary and secondary schools are discouraged by the areas in which they are working and living areas were located because their schools lack enough teachers’ houses. It was revealed some teachers had to rent houses in the streets where facilities such as water, electricity, transport systems and health services are inadequate situations that were hardening the teachers’ living conditions. Lack of teachers’ houses around the schools was found to be the serious problem for teachers with far-reaching impacts such as for some teachers to be prone to some serious diseases because of living in the location that is not friendly living. 

4.3.1.3 Allowances for Overtime 
The study was interested to know whether the teachers in the public primary schools are given allowances for extra teaching. Majority 75 (93.7%) of all respondents said that the teachers were not given allowances for extra teaching. A very few 4 (4%) of respondents agreed that they were given allowance for extra teaching. One respondent did not take any side and remained undecided. 








Source: Field Data (2017)

The implication of the findings is that the primary school teachers were not given the extra teaching allowances. This has far reaching implications that not giving them extra teaching can make the not to feel to teacher with all heart especially during after class hours or during holidays and weekends (remedial classes). The results are comparable to that of Hakielimu (2016) which found that teachers complained regarding their claims including the overtime payments and promotions. 

The results imply that teachers were spending their extra time after classes and sometimes during weekends and holidays to teach but they were not paid. For some, this can mean that their work is not recognized and appreciated. This can disappoint the teachers and make them draw back from teaching, especially during the extra classes. The stipulation on the payments of overtimes is found in the employment and labour relations act. The teachers, who work after their stipulated hours, have to be paid as agreed between the employee and the employer. When the teachers are not paid their overtimes, they become discouraged and disappointed feeling that their work is not recognized and their labour is exploited not for their benefits. This demotivates and dissatisfied most of the teachers. 

4.3.1.4 Free Meal
The study was interested to know whether the teachers in the public primary schools were given free meal for teaching. Majority 73 (91.25%) of all respondents said that the teachers were not given a free meal for teaching. A very few 5 (6.25%) of respondents agreed that they were given a free meal for teaching. Only two respondents remain undecided.








Source: Field Data (2017)

The implication of the findings is that majority of the respondents complained that they were not given meals in their schools. This means that most of the teachers were working a very terrible condition. They had to work while they are hungry or they had to strive to find something to eat from the streets. The teachers could be finding themselves spending most of their time to search for food instead of giving their concentration on lesson preparation and teaching. This might reduce their working morale as they did not see the difference between them as professionals and other occupations. 
4.3.1.5 Summary of the Objective
Motivational strategies are essential in promoting teacher’s motivation towards their job satisfaction. In this objective, it explained how salary increment promotes teachers motivational towards job satisfaction. Teacher’s houses, Allowance for extra teaching, free meal are the crucial factors in teachers motivation towards job satisfaction. Basing on the findings it was found that most of the teachers are not motivated extrinsically because they were not satisfied by the teaching/working environment. They did not have the requirements/physical needs that they were supposed to be having. 

According to the Maslow theory of motivation, the individual should first be satisfied by basic needs, including shelter (teachers’ houses), food (meals), and money (increments and allowances) of which the teachers in most of the Morogoro primary schools did not have in a satisfactory way. The study by Mruma (2013) in Nyamagana Dist rict in Mwanza Region gives the same results that teachers in Tanzania are not satisfied extrinsically. The same study found that the available extrinsic motivation had a very small extent to their performance. The author had the idea that the well-fringed material needs to the teachers can bring better performance among teachers, as a result the students’ academic performance. 

4.3.2 The Impact of Established Motivational Strategies on Teachers’ Job Satisfaction
This objective sought to examine the impact of established motivational strategies on teacher’s job satisfaction to public primary school. The question in this objective was asked to respondents; what are the impacts of the established motivational strategies to teachers’ job satisfaction? It aimed to see whether established motivational strategies leads to job satisfaction to public primary school teachers. The relevant information was gathered from respondents through questionnaires and interviews.

Enjoying Teaching: The study was interested to know if the teachers were enjoying teaching. It was found by the study that, one of the impacts of established motivational strategies towards job satisfaction was enjoying teaching. It was revealed that there were many positive responses on motivational strategies established towards job satisfaction to public primary school teacher as shown in the table below, that majority of respondents 48 (60%) said that they were enjoying teaching; 28 (35%) said that they were not enjoying teaching; while 04 (5%) they had no side  and remain undecided. 








Source: Field Data (2017)

In the discussion with the respondents, it was revealed that majority of the teachers like teaching because teaching made them to be up to date with the current information. One the respondents had this to say: 
Being the teacher I am always up to date with current information. I have to read many books and other materials in order to sharpen my skills. Teaching needs a person who is up to date with the information. I visit library and internet as well as newspapers and magazines in order to be informed (One of the teachers at School A, on 19h July 2016)

The other respondent said;
I like teaching because it is a less stressful job. You do not have to work long hours like others in other occupations. One has to attend his/her duties in a specified time and the remaining time you can be doing your own activities. For example, there are days I have only four lessons in a day. Some other days I do not have even a single lesson and I do (One of the teachers’ response at School A, on 12th July 2016).

Other respondents said that;
I have taught consecutively for twenty years to date. This work has widened the horizon of interacting with students, parents, government and political leaders. Presently I am very rich in interpersonal relations in such a way that when I go to different office, I met my former students or their parents (One of the teachers’ response at School B, on 12th July 2016)

The results show that the majority of teachers were enjoying teaching. This implies that teaching for the majority of teachers was their hobby. It means that teaching was stemming from their heart. The implication is that teaching for the most of teachers was itself a motivation. This suggests that some teachers are intrinsically motivated to teach even if they are not externally motivated.
 
Punctuality of Teachers in Class: The study was interested to know if the teachers were motivated to attend the classes/periods within the stipulated time. It was found by the study that majority of respondents 55 (68.7%) of all respondents said that they were motivated to attend periods timely; 22 (27.5%) respondents said that they were not motivated to be punctual in class; while 03 (3.8%) they had no side and remain undecided. 








Source: Field Data (2017)

The results show that the majority of teachers were motivated to attend class timely. This implies that teachers were motivated intrinsically to attend class timely because they are satisfied with a teaching job. This suggests that some teachers are intrinsically motivated to attend periods timely even if they are not externally motivated. Most of the teachers love their jobs, even if they are working in unfavourable environment; they go to classes on time and deliver what they are supposed to.

Teachers’ Absenteeism: The study was interested to know if the teachers were motivated to attend at school (workplace) regularly or not. It was found by the study that the majority of respondents 49 (58.75%) said that were motivated to attend at school; 29 (36.25%) said that they were not motivated to attend at school; while 02 (2.5%) they had no side and remain undecided.










Source: Field Data (2017)

In the discussion with the respondents, it was revealed that majority of the teachers were enjoying to attend school regularly because attending at school regularly improve interpersonal relations and avoid the risk of withdrawing the hand to mouth salary due to absenteeism. One respondent had this to say
I am afraid to lose the hand to mouth salary which I get from teaching and attending school regularly. When I go to find another job, after working hours to increase income it may affect my performance at workplace and bring about absenteeism. This is sometimes dangerous as it can lead to work termination.

The result shows that teachers in public primary schools were satisfied with their job because they attend school regularly/normally without forcing them. This implies that some teachers are intrinsically motivated to teach and attend school regularly even if they are not externally motivated. The implication here is that teachers’ absenteeism is the product of their dissatisfaction and low motivation. Understanding the fact, the municipal council had established some strategies to reduce teachers’ dissatisfaction and turnover. The study by Kimaro (2015) identified the strategies are infringing bonuses, improved promotions, the creation of an environment to access loans from financial institutions, persuasion and permission to undertake small businesses at school etc. 

Headteachers’ Harshness: The study was interested to know if the teachers were forced to attend the classes due to the harshness of the head teacher. It was found by the study that the majority of respondents 59 (73.8%) said that were not attending to classes due to the harshness of the Headteacher; 18 (22.5%) said that they were forced to attend to class; while 03 (3.7%) they had no side and remain undecided. Basically, the findings intended to give the results of the school administration and its relationship with the subordinate teachers in the school and the way it enabled to bring motivation to the teachers and satisfy them. 








Source: Field Data (2017)

The results show that the majority of teachers were attending to classes due to self-motivation. It means that teachers were not forced by Headteacher to attend to classes regularly. This implies that some teachers are intrinsically motivated to teach therefore they have a high level of job satisfaction which holds positive attitudes towards his /her job. The results were contrary to those of Kimaro (2015) that was conducted in secondary schools in Morogoro Municipality. The results of the results showed that school admiration especially the headmasters had established some strategies to motivate and reduce teacher turnover. These strategies were mentioned by Kimaro to at schools were identified as bonuses (especially after national examination results in private schools), duty allowances, persuasion of the headmaster/mistress to encourage teachers to love their carreer, etc.

The same study identified the achievement reached by the strategies as a reduction of turnover among secondary school teachers in Morogoro Municipality. The results suggest that there was a great difference between heads in secondary schools and heads in primary schools. The heads in primary schools unlike the heads of the secondary schools were not creative enough to motivate and satisfy their subordinate teachers. The implication of this is that the head-teachers of the primary schools should be creative and innovative to make sure that their teachers are happy and eager to work in order to produce the quality education for their students’ performance. 

Teachers’ Satisfaction leads to Better Performance: The study was interested to know if the better performance of the student was due to teacher satisfaction. It was found by the study that majority of the respondents 55 (68.75%) said that teacher satisfaction does not lead to better performance of the students while 25 (31.2%) agree with the statement.







Source: Field Data (2017)
In FGD with some teachers, it was revealed that the motivated teacher becomes creative in adopting the right and appropriate teaching tools and teaching methods to make the pupils better understand the subject. However, it was warned by the teachers that the dissatisfied teachers are not always happy and not able to deliver materials to learners.  One of the respondents had this to say: 
The selection of the appropriate method in teaching relies on the nature of the topic (subject matter), nature of the leaners; availability of facilities as well as a number of students in the class improves the better performance of learners. All these factors must be observed and attended by the teacher. The teacher needs to be motivated and satisfied in order to bring these factors in their right places.

Another respondent said:
…..Teachers’ satisfaction is an issue in better performance of the learners. Our schools are faced with the challenge of dissatisfied teachers. What brings more stress to these teachers are the challenges they face during teaching and learning process like lack of books and overpopulated class. These affect much on the performance of the learners.

The results show that the majority of the teachers in public primary school are not satisfied. This can greatly affect the pupils’ academic performance. Some studies such as Mruma (2013) found a very close relationship between the motivated and satisfied teachers and performance. The other study by Msuya (2016) found that satisfaction creates morale among teachers to work vibrantly in love with their work. This suggests that better performance of the pupils depends much on the satisfaction of teachers. The satisfied teacher will always give himself/herself to work with eagerness and creativity to make sure that the pupils understand well the subject. In addition to teachers’ satisfaction are other factors such as mastering the subject using the appropriate method in teaching and learning process and quality classroom interactions. 

It is learned from the results that it is very crucial to motivate and satisfy teachers because they are very good catalyst to improve the academic performance of the pupils. The nation depends on the motivated and satisfied teachers to produce the capable and behaving citizens (Msuya, 2016). The failure to motivate and satisfy teachers is to make the future generation to fail to know the way to attend their obligations properly. The implication of this is that motivation of teachers, especially the primary school teachers have a far-reaching impact because it affects the existing generation and the generation to come as well. 

Summary of the Objective: The objective number two examines the impact of established motivation strategies on teachers’ job satisfaction to public primary school teachers. The findings indicate that established motivational strategies for teachers are essential in activating job satisfaction even though it is not effectively applied. Enjoy teaching, punctuality to classes, as well as lack of teachers’ absenteeism is reported to be the major impacts that brought after applying motivational strategies as the result of teachers job satisfaction.

4.3.3 The Key Factors that determine Teachers’ Satisfaction in their Teaching
The third and last objective of this study was to find out the key factors that determine teachers’ satisfaction in their teaching activities. Questionnaire, interviews and focused group discussion were used to gather the reliable information from the respondents. The question was: What are the factors for teachers’ job satisfaction? It aimed to know the factors that determine teachers’ job satisfaction to a public primary school.

Availability of Teaching and Learning Resources: The study was interested to know the status of the availability of the teaching and learning materials for teacher’s satisfaction. The respondents were given the open-ended question to give their experience and opinions on the subject matter. It was revealed to the study that teachers in government primary schools were not satisfied with their job due to lack/shortage of T/L resources at school. For effective teaching and learning process in any institution teaching/learning resources like enough textbooks, libraries, chairs, tables, classroom and offices are essential in motivating the teachers to satisfy their job. Insufficient teaching materials are a major disincentive to the profession Jidamva (2012). 

The respondents show that the scarcity of teaching and learning resources is still a very serious problem in the visited schools and its effects are so intense for teachers’ job satisfaction. These findings are in line with those of Sumra (2007) that the large class size and lack of teaching and learning materials and resources makes teaching stressful which leads to boredom and tiresome for many teachers hence job dissatisfaction.

In interviews with the head-teachers the study revealed that teaching and learning resources were great problems in their schools. One of the head teachers said this: 
In our school, all teachers regardless of their positions are sitting in a single office which is against our profession. Because there are some complex/delicate issues to tackle with confidentiality, but under this situation, teachers lack privacy in solving those issues. We are working in that unfavorable situation, believing that in the future things can be alright. 

The responses show that shortage of teachers’ offices is a big problem which brings about teachers living in one office and this justifies that there is no privacy at all hence teachers’ job dissatisfaction. Similarly to this Jidamva (2012) found that lack of teachers’ offices and insufficient teaching materials are the disincentive to the profession.

Another respondent was contrary to above and said that: 
Office rooms are not enough for all of us only the headmistress and academic officers have their own offices.

This argument shows that scarcity of teachers’ offices forced the teacher to stay outside the available office in order to fulfill their activities like preparing their lessons as well as marking students’ assignment.

Another respondent said that:
Most of the subjects they share textbooks. This reduces their attention during the lesson because they fight each other in where they put the books on a table, but they are not facing the problem of offices and classrooms.

The response given indicates that the textbook available is not enough to all subjects. But they don’t experience the problem of classrooms and offices. Therefore, students have to brawl in getting the textbooks during teaching and learning process which reduce attention to the teacher during the lesson and teaching becomes a tedious job to the teacher and reduce high working morale. Another respondent said:
In our school, the issue of enough tables, chairs and classrooms is very strange that is why you find student walking around carrying chairs and tables during the session which cause teaching to be tedious and reduce working morale.

The response made above justifies that shortage of chairs and tables it causes the students to waste time roaming around looking for chairs and tables which affect the student in the process of teaching and learning as well as a teacher to lead to job dissatisfaction.

Teachers’ Living Environment: This is among of the area which is very important for teachers to increase high morale toward their job. Most of the respondents said that most of the school they lack teachers’ houses and few acknowledged that teachers’ houses are available which basically were said to be of poor quality. However, at a basic level, teacher motivation is linked to how teachers feel, the way they are being treated and to the way they perceive their living conditions (Davidson 2006). In order for teachers to satisfy with their job, the best accommodation for them should be considered as a priority because good living for teachers plays a vital role in the development of teachers’ morality hence teachers’ job satisfaction. 

The poor living condition is the problem in fulfilling their responsibility. For the teacher to have a job satisfaction, the things like quality teachers’ houses should be available at/near a school in order to make the teacher be comfortable with the living and working conditions. In line with this, teachers are human being with various needs to be satisfied, in failure to have such needs satisfied leads to frustration, nonchalant attitude toward work and rebellion (Ulom & Joshua, 2004).

In FGDs it was revealed that most of the public primary schools did not have teachers’ houses. The schools that have them they have in small numbers and of poor quality. One of the teachers who was accommodated in the school houses claimed:
I am afraid to welcome my relatives and friends because I live in a house which lacks water and power compared to other laborers. I cannot be satisfied with my job in this frustrating condition.

This might decrease their working morale as they see no difference between them as professionals and the surrounding laborers. The above argument shows that teachers lack comfortability with their living due to the poor quality of house they live hence reduce morale for their job. This implies that teachers reduce working morale due to poor living conditions. Furthermore, the state of living condition connotes the degree to which the government values its employee and hence increases teachers’ job satisfaction. 

Another respondent claimed:
I am living far from working station and travel by two buses to school every day, which it cost much on my hand to mouth salary, which I get from teaching every month, this makes me not to be punctual to school every day and reduce working morale hence job dissatisfaction.

The above response indicates that many teachers rent in the street in this situation they spend more money and time to travel from home to workplace. This implies that there are no houses for teachers at their working station. This affects their punctuality and reduces their working morale and hence teachers’ job dissatisfaction. This finding concurs with (Bennel 2004) which found that housing is a major issue for nearly all teachers. This means that lack of teacher’s house in the majority of primary schools affects teachers’ to attend school regularly which reduce teachers’ working morale hence job dissatisfaction. However, the findings are contrary to Bennel (2010) who argues that the work and living environment for many teachers are poor, which tends to lower self-esteem and is de-motivating. In line with Jidamva (2012) argue that, when teachers stay far from the school compound, they are likely to spend more money and time on traveling hence reduce working morale.

Salary Amounts: Majority of respondents pointed out that the salaries they earn per month are not proportional to the tedious job of teaching. It was seen that few respondents said that their monthly salary is enough and it is given on time. This indicates that the majority of teachers were paid salaries which does not cover basic household survival needs and enable the teacher to enjoy a “reasonable standard of living.” In Tanzania, majority of teachers are dissatisfied with the salary paid to them. For example, the primary teachers’ scale starts with the basic salary of 435,910 Tsh up to 1,342,590Tsh. This causes the teacher to find another source of income apart from salary to generate income (Sumra, 2007) concurred with this that, given their inadequate salaries, many teachers engage in other generating income activities to support their family. The findings are comparable to those of Jidamva (2012) with the argument that teachers claimed to be dissatisfied with the salaries paid and they felt that what is paid is not comparable to the work they perform. 

On the other hand, it was insisted that low salary can discourage teachers to have good working morale.
In the FGDs it was revealed that most of the teachers were not satisfied with the salaries they were receiving. One of the respondents had the following to say:
My salary is very tinier and not proportional to what I offer at school. That is why after class hours and during the weekend I have to go to my business though it small. I have a motorcycle and I engage myself in bodaboda during weekends, holidays and after work hours. This makes me to generate more income to supplement my salary. It is through this income I manage to have lunch and transport from home to working station.

The above responses show that salaries given to teachers are not enough to meet family issue, therefore, they use other alternatives like using the extra time to run a small business like bodaboda to gain money for lunch and transport from home to school. To improve teachers’ salaries is a very important factor because it helps teachers to meet their needs and concentrate on teaching also high salary is one among the factors which can motivate teachers to maximize working morale hence teachers ‘ job satisfaction. In line with (Davidson, 2006) cited from Jidamva (2012). Meager salary for teachers is likely to be among of the demotivating factors, especially, in public primary schools where there are many challenges

Another respondent said:
The big problem is the salary we get per month with no allowances if we compare with other public servants/ workers, Example police, they get allowance which makes their life comfortable, and this minimizes working morale among teachers hence job dissatisfaction.

The above statement indicates that teachers are among the public servants who are paid low salaries compared to other professions in our country. This minimizes their working morale and finally teachers’ job dissatisfaction. The salary paid to teachers is very tiny compared to the tedious work they do in schools. In line with (Davidson, 2006) cited from Jidamva (2012). Improving their salary package can motivate them and thus increase their commitment to work.

Promotion and Allowances: It was revealed to the study that most of the public school teachers are not promoted on time as well as given their allowances like subsistence allowances, leave allowances and disturbance allowances but few of them were responded that promotion is done on time. This implies that teachers’ promotion scheme, is structured poorly because majority of teachers have worked for a long time without being promoted, while others have worked for a short time but have been promoted. This means that promotion scheme and allowances were given through the use of favoritism to those who know or who are well-known by the supervisors. This means that many teachers are not favored in the process of promotion to the extent that they remain stationary in one grade for more than three years. The promotion also leads to the convergence of grades among teachers of different academic qualification, in such a way, teachers become demoralized/ unmotivated.

Further, the information was obtained through focused group discussion and interview. The respondents were asked: Is promotion and allowances determining teachers’ job satisfaction? The response was 
“I was employed in 2007 and being promoted in 2011.according with promotion scale I supposed to be promoted in 2014, but up to this moment, I have not been promoted.


The above response implies that promotion scheme is not implemented to the respected teacher because the majority of teachers from visited schools seem that they were not being promoted on time though have the required qualifications. This is likely reduce working morale of teachers and finally job dissatisfaction.
Another respondent said:
Promotion it is something strange and hurt me a lot, I started teaching since 2012 and in 2015 I was promoted by a letter only up to this time….There is nothing like promotion in teaching profession.
The above response indicates that promotion is just like a written document without effective implementation to the teachers’ salary, which means that there is no positive change of the salary as the promotion letter demands. The government Civil Servant Secular under the Teachers Service Department (TSD) should promote teachers after every three years but this process is being delayed and cause majority of teachers to retire before they reach the maximum scale, thus reducing the morality in teaching activities and finally job dissatisfaction. In line with this, Jidamva (2012) states that; the current promotion scheme is poorly structured in the sense that some teachers claimed to have worked for a long time without being promoted.

Another respondent said: 
‘I was paid a leave allowance in the year of 2009/2010 during the transition period from MEST to PMO-RALG that year was marvelous to me”

The statement above shows that most of the primary school teachers and other public servants are not being paid their allowance even though they are supposed to be paid according to the stipulations. For example, leave allowance; the teacher must be paid the leave allowance after one year. That is to say that unpaid allowances discourage teachers, hence job dissatisfaction. In the interviews with the response from District Education Officer (DEO) it was said:
The government wants to see the teachers’ promotion and other allowance paid on time, despite the laziness of the heads of school who do not bring the required teachers information to the required office, so that teachers are paid their allowances in the required time.

The above statement imply that, the government wants to see their teachers being paid their allowances and promotion on time because improved teachers’ promotion and other allowances motivate them, hence job satisfaction, but the problem is due to laziness of the heads of school, who do not bring the required information to the required office in time which discourage teachers, hence minimizing working morale. Promotion is the most important reward in the organization as it must be paid in a way that gives hope and motivation.

Teachers’ Workload: The results show that majority of teachers experience too heavy workload which causes them to feel tired due to many periods per day, sometimes requiring them to use their extra time administering remedial classes and marking students’ exercises. On the other hand, teachers said that their working load is normal because their classes are not overcrowded and sometimes may have three lessons per day and sometimes do not have a class for teaching in some days. In the visited school, majority of teachers were de-motivated due to overpopulated classes because they were forced to use certain techniques which favor the situation, using a lot of time to cover a small content. 

This hinders the teacher to complete the syllabus on time and sometimes to use weekends, increasing hours of work and extra time to compensate that time in order to cover all topics before National Examination. This becomes a major de-motivator among primary teachers. Bennel (2004) pointed out that, increase in hours to work, class size more subjects and constantly changing of curricula are cited as major de-motivator in many countries. The information on teachers’ workload was obtained through focus group discussion and interview, where the respondents were asked that: Is teachers’ workload determining teachers’ job satisfaction?
One of the respondents had this to say: 
“Our classes are overpopulated due to shortage of classrooms. We combine two streams in a single class which comprises 80 – 100 students”.

The statement above indicates that primary schools teachers are overloaded since they are forced to combine two classes into one class which make the teachers fail to attend effectively to every student. In this case, teachers are not comfortable being in classes, and makes it becomes difficult to enjoy their work. Regarding this one of the respondents said: 
“I am teaching standard one and two classes, each one of these classes has more than 150 students”

The above response implies that teachers are experiencing the overcrowded classes at their school. This means that class sizes are too big for teachers to attend effectively to every student in the class. Teachers spend a lot of time in making students’ exercise book than in teaching (Brunel, 2001). This forced teachers to work beyond their call of duty and teaching in this way become a tiresome job hence teachers’ job dissatisfaction.

Summary of the Objective: The findings from this objective show that, factors which affect teachers’ satisfaction are essential, therefore, must be implemented practically and on time in order to maximize teachers working morale. It shows that the majority of teachers in the visited schools are more motivated when they have a high salary, promotion and leaves allowances on time, good environment for T/L process, quality living environment and teachers’ workload. 
CHAPTER FIVE
5.0 SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
5.1 Introduction
In this chapter, the summary of the study is presented and the conclusion is drawn basing on the findings presented and discussed and this is followed by recommendations and suggestions for the study basing on the findings.

5.2 Summary of the Study
This study was about the contribution of the motivation of teachers towards job satisfaction among public primary school teachers in Morogoro Municipality. Specifically, the study aimed at identifying the motivational strategies established for primary school teachers in public schools. It aimed to examine the impact of established motivational strategies on teachers’ job satisfaction and to find out the key factors that determine teachers’ satisfaction with their teaching. 

In this study, several studies related to teachers’ motivational strategies towards teachers’ job satisfaction was covered. Evidences from different literature also have made the conclusion regarding on contribution of the motivation of teachers towards job satisfaction to stand out. Collection of data was based on mixed research approaches (quantitative and qualitative research approach) in order to answer the research questions whereby quantitative approach was used for data collection and was analyzed using descriptive statistics and presented by using tables and texts. Qualitative interviews and Focus Group Discussion were used and analyzed by using a system of the word (coding). 
5.3 The Findings of the Study
The following are the findings of the study;

5.3.1 Motivational Strategies for Primary school Teachers in Public School
The findings reveal that motivational strategies are very crucial for teachers in order to motivate and make them invest all their capabilities and resources in their work. In absence of it, automatically working morale of teachers is also reduced. From the findings, teachers still have a problem in getting those motivational strategies like salary increment, teachers’ housing, allowance for extra teaching as well as a free meal. In this situation, teachers become dissatisfied with teaching activities. The findings also reveal that the issue of the teachers’ house is still the big problem as most of them are complaining that they experience the problem of transport and poor living conditions where they spend more money and time to travel from where they are living to workstations. In this situation working morale of teachers become deteriorated, hence job dissatisfaction.

On the other hand, allowance for extra time to teachers is still the problem as most of them are not paid. This can disappoint the teachers and make them draw back from teaching activities, especially during the extra classes. This is simply because teachers were spending their extra time after classes and sometimes during weekends and holidays to teach but they were not paid. This means that their work is not recognized and appreciated which affects teachers’ job satisfaction.

5.3.2 Motivational Strategies on Teachers’ Job Satisfaction
The study discloses that most of the teachers had positive perception towards teaching activities when motivational strategies were applied. The study found that they enjoy teaching job because through it they become up to date with the current information and also they widen horizontal interaction with parents, students, professionals and political leaders which makes them to appreciate the way their work exposes them to different people. This implies that they are satisfied when they meet their former students holding different positions in different areas hence created a chain of interpersonal relationships and maximize their working morale leading to job satisfaction.

On the other hand, the study reveals that job satisfaction only does not foster students’ performance instead other teachers attribute such as mastering the subject matter, using appropriate methods in teaching and learning, availability of teaching and learning resources are needed in order to activate the performance of the students. In this situation of combining several attributes, it fosters student performance as well as teachers’ job satisfaction.

5.3.3 Key Factors that Determine Teachers’ Job Satisfaction
The findings reveal that teachers were determined by several factors like a good environment for teaching and learning process, promotion and allowances on time, high salary as well as accommodation which maximize teachers’ job satisfaction, but in absence of it, teachers’ job satisfaction is likely to be affected.  From the studies, Teachers’ housing is among of the factors that determine teachers’ job satisfaction, but on visited school accommodation was the problem which affects job satisfaction among teachers, simply because teachers lack comfortability of good living and othesr stay very far from their working station causing them to spend more money and time to travel from where they live to school. In this situation, teachers become dissatisfied with their work.

The studies also reveal that teacher are satisfied with teaching when they have a proportional student ratio in the class simply because they will not be experiencing workload in that particular class.  But the findings also revealed that teachers are experiencing too heavy workload with a big number of learners and additionally they use their extra time and weekend to teach remedial classes. In this situation, the teachers become de-motivated hence job dissatisfaction because they are forced by their working environment. 

On the other hand, teaching and learning resources are the essential factors that determine teachers’ job satisfaction as reported by teachers in most visited school. But the findings indicate that T/L resources are not enough compared with the demand. For instance, teachers’ offices is still a problem in the visited schools where teachers tend to use a single office regardless of their title. In this situation teachers lack privacy and automatically the working morale is likely to be deteriorated hence teachers’ job dissatisfaction. Also, the findings reveal that promotion and allowances to teachers is the problem as most of them are not promoted on time and even if they get promoted there is no practical positive change of the salary, leading to teachers’ job satisfaction.

5.4 Conclusion
From the findings presented in the preceding section, the following conclusions are made. The study has revealed that teachers’ physiological needs, security needs, and social needs, self-esteem needs as well as self-actualization needs are significant predictors of teachers’ job satisfaction in primary public schools. In the absence of those needs, teachers will be lowly satisfied with their teaching activities. On the other hand, many teachers in the visited schools have reported that they are highly dissatisfied with the way they are motivated, meaning that teachers are still facing problems like poor salary, poor living conditions, teacher’s heavy workload as well as not given promotion and allowances on time which deteriorates satisfaction towards their job. So in order for teachers to be satisfied with their job, several factors mentioned above that determine teachers’ job satisfaction should be provided on time.

5.5 Recommendations
The government through Municipal Councils should put in place concerted efforts to ensure that motivational strategies are provided to public primary teachers, specifically by:
i.	Establishment of a long-term plan for improving and building modern teacher’s houses and offices in order to raise teachers working morale, hence job satisfaction
ii.	To review the salary structure, incentives and fringe benefits package for teachers to ensure that teachers feel recognized in the society. All of these increase teachers’ job satisfaction.
iii.	To lower the teachers-student ratio for employing teachers in equal number. This means that the number of teachers should be proportional to the number of students particularly in employing standard one (1) and two (2) teachers.
5.6 Suggestions for Further Research
The study covered only ten (10) public primary schools in Morogoro Municipality. For this reason, the result from this study cannot be generalized for all Tanzania. There is the need to cover more public primary schools in other regions for generalization.

The future study for this research should be carried in private primary schools since the respondents for this study were limited to District Education Officer, Head of School and Teachers due to some limitations. It is suggested that another study on the contribution of the motivation of teachers towards job satisfaction should extend the respondents to regional and ministry of education.
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APPENDIX I: QUESTIONNAIRES FOR TEACHERS

SECTION A. BACKGROUND INFORMATION
1. Your age? 	
15-19 [   ]          20-29 [   ]   30-39 [   ]     40-49 [   ]       50-59 	[   ]     Above 60 [   ]
2. Your sex:          Female 	[    ]		  Male	[    ]
3. Your marital status:   Single [   ] Married [   ] Separated [   ] Widower/Widow [   ] Divorced [   ]






B. STRATEGIES TO MOTIVATE TEACHERS
5. To what extent/degree are you satisfied with your salary?
    High degree [   ]    Medium degree [   ]   Low degree [   ]    I am not satisfied at all [   ]

6. After which period do your salary increments take place?
   Every year [   ] After every two years [   ]    Not regular [  ]  No increments at all [ ]
   Others (Specify………………………………………………………………….)
7. Are you satisfied with the increments that take place to your salary?
  Yes [   ]         No [   ]          No increments [   ]
8. Does your school have teacher’s houses for accommodation?
  Yes [   ]         No [   ]
9. If the answer in 8 is NO; what do you do for your accommodation?
     I have my own house [   ]
     I rent the house in the street [   ]
    The school rents house for me [   ]
    Others (Specify………………………………………………………………..)

The following statements indicate your perceptions towards teachers’ motivation. What is your perception in regard with the following statements? (Tick the appropriate part, in the box) 
	STATEMENTS	Strongly disagree	Disagree	Undecided 	Agree	Strongly agree
10	We are given allowances for extra teaching					
11	The school gives us free meals					
12	There is no possibility of getting advances in time of problems					
13	The school has a few/no houses for teachers					
14	Teachers are given sufficient salaries					
15	I do enjoy teaching					
16 	I became teacher because it was only possible for employment					
17	Teaching is enough for my development 					
18	My school has insufficient infrastructure					
19	My school has good environment for teaching					
20	My school has enough teaching materials 					
21	Teachers participate in decision-making					
22	My teaching work is not recognized					

C. IMPACT OF MOTIVATION STRATEGIES
What is your perception in regard with the following statements? (Tick the appropriate part, in the box)
	STATEMENTS	Strongly disagree	Disagree	Undecided 	Agree	Strongly agree
23	I am greatly satisfied with the teaching job					
24	Many teachers do not attend periods timely					
25	There are teachers’ absenteeism because teachers are not satisfied 					
26	The head teachers need to be harsh for teachers to attend classes 					
27	Teachers are satisfied that is why students are performing better					

D. FACTORS THAT AFFECT TEACHERS’ SATISFACTION




APPENDIX II: INTERVIEW GUIDE FOR HEADTEACHERS AND EDUCATION OFFICERS
1. 	Gender                                                                                                                           
i). Female 		[	]
ii) . Male		[	]
2. 	For how long have you been working as an education officer in Morogoro? 
i) . 0-2 years		[	]
ii). 3 -5 years 		[	]
iii). 6 -10 years		[	]
iv). Over 10 years 	[	]
1.	What do you think are the main causes of teacher’s job dissatisfaction?
1.	Do you think there are efforts that have been done to motivate teachers?
1.	YES 		NO 		






1.	Do you think the employed efforts are effective? YES 		NO 		
1.	If the answer in 8 above is YES or NO, Why? 
​​​​​​​​​​​​​​​​​​​​​​​​​​​​​_______________________________________________________________
1.	What are the factors that determine teachers’ satisfaction in Morogoro municipality?
1.	What are the challenges facing the processes of motivation of teachers?








APPENDIX IV: RESEARCH PERMIT

APPENDIX V: RESEARCH PERMIT



JOB SATISFACTION
-	Less absenteeism
-	Good Performance
-	Positive attitude
-	Less supervision

MOTIVATION STRATEGIES
-	Intrinsic motivation
-	Extrinsic motivation 

INSTITUTIONAL FACTORS
-	Administration
-	National policies

ENVIRONMENTAL FACTORS
-	Physical Infrastructure
-	Instructional Infrastructure



